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	End Coverage Year: 2004
	Title: Office of the Secretary of Defense/Washington Headquarters Services (WHS) and WHS-serviced organizations
	F1: M. Renée Coates, Assistant Director, EEOPD, GS-260-15
	F2: Office of the Secretary of Defense/Washington Headquarters Services (WHS) and WHS serviced organizations
	F3: 
	F4: 
	Begin Coverage Year: 2003
	Executive Summary 1: The mission of Washington Headquarters Services is to provide a wide range of Administrative and Operational services that enable Department of Defense (DoD) components and Office, Secretary of Defense (OSD) to accomplish their shared mission of supporting the Secretary of Defense.  Our vision is to be a creative, results-driven service provider, recognized for excellence.  Since this is the initial report under the new MD-715 guidelines, it is considered a baseline document and will be used to measure future accomplishments against our stated objectives.  During this fiscal year, we aggressively pursued attracting and hiring minorities utilizing a variety of mechanisms, i.e., Hispanic Association of Colleges and Universities (HACU); National Internship Program; DC Youth Program; Washington Internships for Native Students (WINS); Minority Institute Faculty Fellows (MIFFS); and National Association for Equal Opportunity in Higher Education (NAFEO).  We were successful in recruiting forty people with disabilities, six Native Americans, two MIFFS, six Hispanic interns, and four NAFEOs.  Two women (Hispanic and Asian) were selected to participate in our 2004 Presidential Management Fellows Program.   In addition 4.2 percent of the the total number of new hires into the organization were Hispanic.At present, we are unable to collect applicant flow data.  We are in the process of developing a voluntary form to include with our vacancies to capture this data. The same situation exists with retooling/reconfiguring our systems to collect data on the two new race/national origin (RNO) categories required by the Equal Employment Opportunity Commission (EEOC).  Our Human Resources Directorate (HRD) is awaiting guidance and direction from the Office of Personnel Management (OPM) regarding this issue.  Likewise, until a decision has been reached by OPM and EEOC, we will be unable to resurvey the workforce to provide some of the information requested this year.  We have been successful in manually completing the crosswalk required under the new occupational series guidance, but a decision has to be reached between OPM and EEOC to change our data systems to reflect this new guidance.  The administrative instruction on our mediation program is presently being vetted within the organization.  In the meantime, we have had a resolution process (Collaborative Resolution Program [CRP]) which covers the gamut of EEO and Human Resources issues.  Although the participation rate has not been as high as we would like, in FY 2004 we were successful in mediating/facilitating 60 percent of the EEO cases referred with an approximate savings of $42,000.  Since March 2001, the approximate amount of savings by using the CRP is $210,000 (see attached).A review of the total workforce (5,720) Table A1 reveals that overall Hispanic and Asian groups' participation rates are not comparable to their respective national civilian labor force (CLF) indicator; Hispanics are 8 percent below their national CLF level.   Females, as a group, represent 38 percent of the workforce versus 47 percent at the national CLF level.  The American Indian or Alaskan Native group is slightly below their national CLF level.  Both White and African-American groups are at or above their respective national CLF levels.Further review of the workforce profiles reveals that at the GS-15 and senior grade levels, particularly in the occupational category of "Officials and Managers," White females and minority groups, as a whole, are not well represented  (see Table A3-1).  The groups are below their respective national CLF participation rate.  The participation rate increases slightly at the GS-13-14 level with African-Americans exceeding their national CLF in this grouping, while White females and other 
	Executive Summary 2: NOTE:  OSD/WHS-serviced activities have been chosen to participate in the initial implementation of the National Security Personnel System (NSPS) as early as July 2005.  This new system is a simplified personnel management system (i.e., pay banding, pay for performance, etc.) that seeks to improve the way we hire and assign, as well as compensate and reward our employees.  The department has adopted a spiral strategy for implementing NSPS across the civilian workforce with Spiral One being rolled out incrementally to eligible general schedule and acquisition demonstration employees over a 18-month period.  Federal Wage System and other eligible employees will be included in Spiral Two.  Therefore, the MD 715 status report for FY 2006 will reflect the new organizational structure and objectives.
	Text1: minority groups remained below their respective national CLF participation rate.A review of grade levels (Table A4) reveals that at the GS-15 and Senior Executive levels, White females and minoritygroups, as a whole, are below their national CLF participation rate.  This analysis identified an area of concern to be targeted in an effort to increase participation both internally and externally.   There is no mechanism in place at present to capture the data requested in Tables A-7, B-7, A-9, B-9, A-10, B-10, and A-11, B-11.  As stated previously, we are in the process of developing a form to capture applicant flow data, and our HRD is awaiting guidance and direction on retooling their data base from OPM in order to add the new RNO categories and resurvey the workforce.  Likewise, a process will be established to gather information on relevant pools and applications received for internal selections and career development training.The Computer/Electronic Accommodations Program (CAP), a program in the TMA, under the direction of the Assistant Secretary of Defense for Health Affairs, was established as the centrally funded Department of Defense (DoD) program that provides "assistive" technology to allow DoD and federal employees with disabilities to access electronic and information technology.  In FY 2004, CAP filled 19 accommodations to the OSD/WHS community at total cost of $4,675.21.
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